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Introduction
The '90s have been a period of constant change for America's workers, including
downsizing and expanding work loads. For example, the National Study of the Changing
Workforce (Galinsky, Bond & Friedman, 1993) reports that 42 percent of all workers have
experienced business downsizing and 28 percent have had management cuts at their
place of employment. Eighty percent of the nation's workers report they "work very
hard," 65 percent report they "must work very fast" and 42 percent feel they are "used up
by the day's end."
As a result, greater numbers of employees face the difficult task of balancing the
demands generated by individual needs, the work environment and family living. Consequently, many large corporations and businesses have implemented a variety of family
policies for their employees in an effort to be more "family-friendly."
These policies have produced programs such as on-site child care, flextime, job sharing, flexible use of vacation and sick leave benefits, personal counseling, Employee Assistance Programs (EAP), and exercise and recreational activities. As a result of these
policies, overall physical and emotional well-being has improved, and businesses have
benefited by reduced turnover, less absenteeism, and increased productivity (Galinsky,
Friedman, & Hernandez, 1991).
While these policies and programs have been implemented for employees of large
businesses and corporations, does this hold true for employees in small businesses as
well? Fifty-five percent of employees in the U.S. private sector work for businesses with
fewer than 100 employees (U.S. Bureau Census, 1992; cited in MacDermid, et al, 1994).
How do small business employees experience their workplace? Studies have indicated they receive less pay (Idson, 1990) and fewer benefits (Ferber & O'Farrell, 1991),
which tend to magnify the pressures of balancing the demands of work, family, and personal spheres (Menaghan & Parcel, 1990). Therefore, other research questions arise as
well, such as: How do employees of small, rural businesses respond to their work
environment? How are they affected by job-to-family spillover? How supportive is their
work supervisor about individual and family issues?
This study surveyed experiences of employees in small rural businesses. Examined
also were similarities and differences among employees in the larger, urban workplace.
Results were used to suggest affordable and effective work-family policies and/ or
programs which address the specific needs of small business employees.

Issued in furtherance of Cooperative Extension work, Acts of May 8 and June 30, 1914, in
cooperation with the U.S. Department of Agriculture. Kenneth R. Bolen, Director of Cooperative
Extension, University of Nebraska, Institute of Agriculture and Natural Resources.
University of Nebraska Cooperative Extension educational programs abide with the non-discrimination policies of the
University of Nebraska-Lincoln and the United States Department of Agriculture.

Research Methodology and Sample Characteristics
Research Methodology
Participants in this research study included 689 employees of 22 small rural Nebraska
businesses (each with fewer than 150 workers). The questionnaires were administered at
each worksite by local University of Nebraska Cooperative Extension educators in
Burwell, Geneva, North Platte, Syracuse, Wahoo, West Point and Wisner. The response
rate was 58 percent (ranging from 19 percent to 96 percent). The survey questions were
initially developed by the Families and Work Institute (Galinsky, et al., 1991), which surveyed employees of Fortune 1000 companies. This report explores both the stressors and
supports encountered by employees in the small business workplace. On the basis of the
findings, the report recommends policies and programs that would make the working
environment more "family friendly."
Characteristics of Employee Sample

Table I reveals demographic information describing 689 employees in 22 rural
businesses. This is a nonrandom, selective sample of public and private businesses in
rural areas.
Table I. Demographic characteristics of employee sample.

Percent(%)

Sample characteristics
Gender:

Male
Female

28
72

Age:

18-29 years old
30-49 years old
50+ years old

19
59
22

Education:

High school or less
Some college
4-year college degree or more

33
33
34

Race!Ethnicity:

White, non-Hispanic
Minority (all other groups)

97
3

Marital Status:

Single, never married
Divorced I separated
Widowed
Married
Unmarried, living with partner

12
8

3

Caregiving for children
Caregiving for dependent adult
Responsibility for caregiving for dependent
adult in next 5 years

60
16

Less than $7 per hour
$7 through $15.99
$16.00 or more per hour

so

Income Status:

Single income
Dual income

30
70

Employment Status:

Part-time
Full-time

20
80

Business Size:

Less than 50 employees
50-100 employees
100-150 employees

33
39
28

Business Type:

Public
Private

32

Caregiving Responsibilities:

Hourly Earnings:

(Sample Size = 689 employees)

2

5
72

25
43
7

68

Characteristics of Employee Supervisors
It is well documented that the immediate supervisor plays a major role in employee
satisfaction in the workplace. Data related to demographic information about the
employee's supervisor was very limited. As shown in Table II, slightly more than half the
supervisors were female and nearly half of the them had caregiving responsibilities.

Table II. Characteristics of employee supervisor.

Percent

Sample characteristics

47

Male
Female

Gender:

53

Responsible for caregiving of children or
dependent adults
No responsibility for caregiving
Don' t know

Caregiving Responsibilities:

47
21
32

Findings
This section presents the survey findings by (1) asking the research question used in
the survey; (2) presenting the findings regarding that question; and (3) interpreting of the
meaning of the finding.
1. Job Satisfaction

Question 1:

Are employees satisfied with their current job?

Findings:

82 percent of all employees indicated they were satisfied with their
present job. (This refers to satisfaction with current job and whether
employee would take the same job again.)

Question 2:

Would employees take the same job again, knowing what they know now?

Findings:

82 percent of all employees responded they would take the same job again.

Percent of Employees Satisfied with their Job

82%

0%

10%

20%

30%

40%

Osatisfied

50%

•

60%

70%

80%

90%

Unsatisfied

Figure 1. Job satisfaction of employees.

Interpretation of Questions 1, 2:
Most employees seem satisfied with their current job, and would take it again, knowing the positives and negatives of their current work environment. Galinsky, et al, 1993,
also reported that "workers who have a say in how to do their work while experiencing a
supportive work culture, are more loyal, committed, innovative and satisfied."
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2. Readjustment of Work Role Due to Family Responsibilities

Question 1:

What percentage of employees have family responsibilities at home?

Findings:

• 86 percent of employees had some sort of family responsibility at
home: child, spouse/partner, disabled adult, or elderly parent.
• 72 percent of employees lived with a spouse or partner.
• 58 percent of employees were responsible for children ages 18 and under.
• 16 percent of employees were responsible for the care of a disabled
adult or elderly parent.

Question 2:

What job-related tasks were most affected by family responsibilities?

Findings:

Figure 2 shows that employees primarily are worried about children
while at work (59 percent); that they rearranged work hours (41 percent);
they worried about an elderly relative while at work (35 percent); they
refused overtime or extra hours (28 percent); they were distracted and
their productivity was affected (27 percent); they had problems with
co-workers (23 percent).

Readjustment of Work Role Due to Family Responsibilities

Problems with
co-workers
Distracted while
at work
Refused overtime
Worried about
elderly relative
Rearranged work
hours
Worried about
59%
children+----+----+----+----+----+-----!
0
10
20
so
30
40
60

Figure 2. Work role readjustments.

Interpretation of Questions 1, 2:
Most employees had family responsibilities, and these demands did
impact on their behavior in the workplace, i.e., increased worry and
anxiety, reduced pay, and lowered productivity in some cases.
3. Job-to-Family and Family-to-Job Spillover
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Question 1:

Do employees have higher levels of job-to-family spillover or family-tojob spillover? Gob-to-family spillover is the influence an individual's role
at work has on his/her ability to function effectively in his/her family
role. Family-to-job spillover is the influence an individual's family role
has on his/her ability to function efficiently in his/her work role.)

Findings:

Overall, employees were three times more likely to struggle with job-tofamily spillover (27 percent) than family-to-job spillover (9 percent) (see
Figure 3).

Percent of Employees Experiencing Job-to-Family and Family-to-Job Spillover
30
25
U)

Q)
Q)

>,

27% Job-toFamily Spillover

20

0

p_
E

w

~
0

15
10
5

9% Family-to-Job
Spillover

0
Figure 3. Spillover effect.
Question 2:

What is the impact of negative job to family spillover?

Findings:

Figure 4 shows that, of the employees surveyed, 28 percent indicated

that, because of their job, it often was difficult for them to have enough
time for themselves. Slightly more than one-third said that it often was
difficult for them to have enough energy to do things with their families
or important people in their lives. Twenty-eight percent replied that it
often was difficult for them to get everything done at home each day; 31
percent showed that it often was difficult for them to be in as good a
mood as they would like to be at home. Thirty-two percent responded
that it often was difficult for them to have enough time for their families
or important people in their lives.
Negative Job-to-Family Spillover

40%.-----------------------------------------------------------------1
35% ~------------~===-----------------------------------~~~------1

30% ~------------25%
20%
15%
10%

5%
0%
have enough time
for myself

have the enegy

get everything
done

to be in a good
mood

have enough time
for family

Figure 4. Negative job spillover.
Question 3:

What is the impact of negative family to job spillover?

Findings:

Figure 5 shows that 11 percent of the employees said that because of their

families or personal lives, it was often difficult for them to get work done
on time. Fourteen percent said it often was difficult for them to work
overtime. Fifteen percent replied that it often was difficult for them to be
in as good a mood as they would like to be at work. Eighteen percent
indicated it often was difficult for them to do as good a job at work as
they could. Ten percent said that it was often difficult for them to spend
as much time with people at work as they would like. Eighteen percent
5

answered that it often was difficult for them to have the energy they
needed to do their jobs, and 17 percent responded that it often was difficult for them to concentrate on their jobs.
Negative Family-to-Job Spillover
20% --------------------------------------------------~~~------------_,

18o/o-------------------------------16o/o----------------------~~------

14%----- - 12% - = - ' - ' ' - - - - - - 10%
8%

6%

4%
2%
0%
Often difficult to Often difficult
to work
get work done
on time
overtime

Often difficult
to be ina
good mood

Often difficult
to do a good
job at work

Often difficult
to spend much
time with
people at work

Often difficult Often difficult
to have enough to concentrate
energy to do
on my job
my job

Figure 5. Negative family spillover.

Interpretation of Questions 1, 2, 3:
Findings for employees in small rural businesses were similar to those for
employees in large businesses. Galinsky, et al (1993), in a study of Fortune 1,000 businesses, found that, "by and large, work problems are more
likely to spill over into the home than family problems are to encroach
upon work life" (p. 3).
4.SupervisorSupport
Question 1:

Overall, how do employees rate supervisor performance-- feeling supported when they have problems at work, or when they have personal or
family demands?

Findings:

Generally, workers view their supervisor positively. Two-thirds of the
employees believe their supervisors provided good support regarding
work problems while more than four-fifths of the employees believe supervisors accommodated them regarding personal and family matters
(see Table III) .

Table III. Employee perception of supervisor support of job and family issues

Issues
Job-Related Issues:

Personallfamily Issues:
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Percent
Realistic expectations
Information about tasks
Support for work problems
Recognition of good work
Values cultural differences
Accommodation for handling personal/family matters
Understanding of issues affecting work
Fair without favoritism
Comfort in bringing up difficult issues

70
67

66
60
52
84

66

60
56

Interpretation: Overall, employees believe their supervisors provide positive support regarding both work and personal/family issues. Results also show that
supervisors who provide good support in the workplace also tend to
provide good personal/ family support. These findings correspond to
those found by Galinsky, et al (1993), who suggested that "competencies
in these two domains go hand in hand" (p. 22).
Question 2:

Does gender of employee or supervisor make a difference in the amount
of work and personal/family support that employees experience?

Findings:

Statistical analysis (ANOVAs) exarrtining the influence of gender on
supervisor support revealed that gender of supervisor made no difference in the amount of support either male or female employees experienced. Both male and female supervisors receive very similar support
scores for issues surrounding job support as well as personal/ family
support. Also, employees who had a supervisor of the same sex did not
rate their supervisors any differently than employees who had supervisors of the opposite sex. Analysis of individual items reveal that female
supervisors scored higher on only one of the nine supervisory support
items. Employees tend to feel slightly more comfortable bringing up
personal/ family issues with a female supervisor.

Interpretation: Despite research and some beliefs to the contrary, little differences were
perceived by gender. Both male and female employees believe they
received similar levels of support from their supervisor regardless of
whether the supervisor was male or female. In addition, employees
believe both male and female supervisors provided similar levels of
support- with the exception that employees felt slightly more comfortable discussing personal/ family issues with a female supervisor.
Question 3:

Did employees feel more supported by supervisors with family
responsibilities than supervisors without family responsibilities?

Findings:

Figure 6 shows that supervisors with family responsibilities received
significantly higher scores on all nine measures of supervisor support,
regardless of whether the employee had children at home, or had an
elderly adult or disabled person at home. However, there was no
difference in work or personal/family support by gender of supervisor.
Employees who had female supervisors with family responsibilities
didn't rate their supervisors any differently than employees who had
male supervisors with family responsibilities. Employees who had
female supervisors without family responsibilities experienced greater
support than they did with male supervisors who had no family
responsibilities.
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Relationship Between Employee Supervisor Support and Work/Family
Responsibilities of Supervisor
Comfort in bringing up
difficult issues
Fair without favoritism
Understands issues
affecting work
Accommodates personal/
family matters
Values cultural differences
Recognition of good work
Support/ work problems
Information about tasks
Realistic expectations

0

0.5

1

1.5

2

2.5

•

Without family responsibilities

•

With family responsibilities

3

3.5

4

4.5

Figure 6. Supervisor support.

Interpretation: Employees felt most supported Uob and personal/family) by both male
and female supervisors who had family responsibilities. Employees felt
least supported by male supervisors with no family responsibilities.
Galinsky, et al (1993), found similar results in the Fortune 1000 companies. "This data questions the myth that individuals with more family responsibilities may not be the best to be in supervisory positions. It also
revealed that both men and women with family responsibilities have
strong support skills." (p.30)

Question 4:

How is supervisor work and personal/ family support for employee affected by the length of employment?

Findings:

Employees who have worked less than one year at their place of employment reported significantly higher levels of supervisor work support
than individuals who had worked one to over 20 years at their place of
employment. There was no significant difference between the level of supervisor personal/ family support and length of employment.

Interpretation: Work and family literature does not identify the factors that predict
which groups of employees received the greatest supervisor support.
Therefore, the findings of this study are not supported by previous work
and family research. Perhaps individuals who have been recently hired
by a business are involved in training and receive more work support
from their supervisor during the transition period.
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Question 5:

How is supervisor work and personal/ family support affected by the age
of the employee?

Findings:

There was no significant difference between the level of supervisor work
support and the age of the employee. Employees 65 and older reported
significantly higher levels of supervisor personal and family support
than employees between the ages 18 and 29 years.

Interpretation: Perhaps the higher level of personal and family support by supervisors
for older employees is due to the particular needs of these employees.
Perhaps older individuals perceived higher levels of supervisor personal
and family support than younger individuals even though the level of
support may have been the same.
5. Co-Worker Support

Question:

Do employees feel they are a part of the group of people they work with
and look forward to being with co-workers each day? If asked to do extra
work to accommodate the personal or family needs of co-workers, would
the employee feel resentful?

Table lV. Employee perception of co-worker support- percentage distribution.
Agree

Issue

Undecided

Disagree

(Percentages)
Feel a part of group worked with

77

14

9

Look forward to being with co-workers

68

25

7

If asked to do extra work, would not feel resentful

62

27

11

Findings:

The majority (77 percent) of employees feel a part of the group they work
with and look forward (68 percent) to being with co-workers each day. If
asked to do extra work to accommodate the personal or family needs of
co-workers, 62 percent would not feel resentful (see Table 4).

Interpretation: Valuing and fostering employees' development of supportive co-worker
relationships may bring positive work-life outcomes. Other researchers
have observed that "developing a constructive social climate at work is
not high on most workplace-improvement agendas, although research
findings suggest it is an integral part of what makes companies work
well." (Galinsky, et al, 1993, p. 26)
6. Employment Culture

Question:

Do employees who rate their work culture as positive have different
work-life outcomes than employees who rate their work culture as negative?

Findings:

Employees who work in a more positive work culture reported having
more positive relationships with their supervisors, greater supervisor
support, more positive relationships with co-workers, greater satisfaction
with their job and feel less stressed, less burned out, and more likely to
stay at their current job.

Interpretation: Employees who are part of a positive work climate that supports work
and family policy have more supportive working relationships and are
less stressed and burned out. It seems reasonable to assume that a more
positive employment culture would help employees feel more positive
and reduce potential stress in their lives.
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7. Job Demands and Job Autonomy

Question 1:

Do employees with heavier job demands feel limited or feel freedom
with aspects of their jobs?

Findings:

Employees with heavier job demands tend to feel more stressed, struggle
more with burnout, feel overwhelmed, less satisfied with their jobs, cope
less effectively than other workers, and are less likely to take the same job
again (see Figure 7).

Question 2:

Do most employees believe they have autonomy in their job? Gob
autonomy is defined as employees' perceived flexibility in choosing how
to do tasks.)

Job Demand Consequences
on Work

Job
Autonomy

60% .---------------------------~r-------------------------------~
50% ,_--------------------------~r-------------------

40% 1---~~------------~~----~r-------------------

30%

20%
10%

0%
freedom

flexible

Figure 7. Job autonomy.

Findings:

As shown in Figure 7, when describing the job demand's impact on their
work, employees' beliefs were mixed: 37 percent did not believe they had
a lot of freedom deciding how to do their work (disagreed/strongly
disagreed), and 37 percent did believe they did have a lot of freedom in
deciding how to do their work (agreed/ strongly agreed).
When describing job autonomy, employees were less optimistic about
having much say about what happens on the job. More than half
(52 percent) of employees believed they did not have a lot of say about
what happened on the job (disagreed or strongly disagreed); one fourth
(26 percent) believed they did have a lot of say about their job
(agreed/ strongly agreed).

Question 3:

Do employees with high levels of job autonomy have different work life
outcomes than employees with low levels of autonomy?

Findings:

Employees with high levels of job autonomy were less burned out, less
stressed, more satisfied with their job, and more likely to take the same
job again.

Interpretation of Questions 1, 2, 3:
Overall, workers believe they do not have enough autonomy to do their
job and felt disempowered as a result. Similar results were found by
Galinsky, et al (1993): "While it has been argued that increased responsibility can bring increased stress, findings strongly suggest that, in
general, worker empowerment is associated with positive outcomes for
both employees and employers." (p. 21)
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8. Attitudes Toward Favorable Work-Family Policies

Question 1:

Would employees go out of their way to meet the needs of their
employer if favorable work and family policies were implemented?

Findings:

Nearly two thirds (64 percent) of employees said yes, 29 percent were
indifferent, and 7 percent said no.

Question 2:

Would employees be more likely to stay at their job if their employer
helped them accommodate work and family needs?

Findings:

Figure 8 reveals that over half of employees (53 percent) reported they
would be more likely to stay at their job, while. only 8 percent said they
would not be more likely to stay at their job, and 39 percent of employees
indicated they were indifferent to the idea of their employer's accommodating work and family needs.

Relationship Between Likelihood of Staying on Job and Work/Family Support

39% Indifferent
8% Not more likely to stay
53% More likely to stay

0

10

20

30

40

50

60

Figure 8. Likelihood of staying in job.

Interpretation: Employees are likely to be more loyal, and would be more committed to
their employers if they supported them when personal or family needs
arose.
9. Mental and Physical Health

Question 1:

How often do employees experience minor health problems (i.e., headaches, insomnia, upset stomach, etc.)?

Findings:

Nearly 40 percent answered quite often or often, 40 percent indicated
occasionally, and nearly 20 percent answered seldom or never (see
Figure 9).
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How Often Employees Were Bothered by Minor Health Problems
(Headaches, Insomnia, Upset Stomach, etc.)

Never
5%

Seldom
12%

Occasionally

Often

40%

34%

Quite Often
9%

Figure 9. Frequency of health problems.

Question 2:

How do employees rate their overall physical health?

Findings:

Most employees (85 percent) believed their health was excellent or good,
and only 15 percent rated their health as fair or poor (see Figure 10).

Overall Physical Health of Employees
42.6%

45
40
35
30
25
20
15
10
5
0
Poor

Fair

Good

Very Good

Excellent

Figure 10. Overall physical health.

Interpretation of Questions 1, 2:
Employees tend to believe they have overall good health, although many
experience minor health problems.
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10. Psychological Stress Symptoms

Question 1:

How do employees feel about handling their personal problems?

Findings:

Figure 11 shows that 14 percent of the employees often felt that difficulties were piling up so high that they could not overcome them, and 19
percent often found that they could not cope with all the things they had
to do. Thirty-five percent often felt nervous and stressed, and another 35
percent often felt that things were going their way. Forty-three percent of
the employees, however, felt that they were able to control the important
things in their lives, and 72 percent were pretty confident about their
ability to handle their personal problems.

Handling of Personal Problems By Employee
Difficulties piling so high
they could not be overcome
Could not cope with all
things they had to do
Often felt nervous and stressed

35%

Felt things were going their way

35%

Quite able to control important things
Pretty confident about their ability
to handle personal problems

·---------·72%
• • • • • • • • 43%

0%

10% 20%

30% 40%

50%

60%

70% 80%

Figure 11. Psychological stress symptoms.

Interpretation: A large majority of employees report a confidence about their ability to
handle personal problems. That same majority feel nervous and stressed
and many feel they were sometimes unable to control important things
in their lives.
Question 2:

How do employees feel about their life in general?

Findings:

Sixty-seven percent of employees were positive about their life in general
(delighted, pleased, or mostly satisfied). Less than one third (27 percent)
were mixed in their outlook, and very few (6 percent) were negative
(mostly dissatisfied, unhappy, or terrible) about life in general.

Interpretation: A large majority of employees are positive about their life in general,
while one-third of them were mixed or negative about their life circumstances.
11. Business Type (Public vs. Private) Work Environment

Question:

Do employees in public work environments differ from employees in
privately owned businesses regarding several work life measures?

Findings:

Table Vindicates that responses vary depending on the types of measures
used. Employees in both public and private businesses had similar scores
for many work life measures. For example, both public and private
employees reported average levels of stress, burnout and family-to-work
13

spillover. And both groups reported positive or slightly above average
levels of supervisor job support, supervisor personal/ family support and
attitudes toward work/ family policies.
However, some work life outcomes were significantly different for employees in public and privately owned businesses. For example, employees in privately owned businesses were more likely to have higher job
stress spillover into family life and experienced greater job demands. At
the same time employees in publicly operated businesses had significantly higher levels of job autonomy, increased personal opportunity to
advance, a more positive work/family culture at their employment setting and better health.
Table V. How publidprivate work environments affect work/life issues.
Work Life Outcomes

Public

Job-to-family spillover
Level of health
Demands of job
Level of job autonomy
Opportunity for advancement
Work/family culture at job

14.65
6.16 ....
15.49
6.88 ......
3.56 ......
9.71 ......

Private
15.54 ..
5.98
16.39 ......
6.15
3.15
10.97

.

Significant at .OS
Only SO times out of 1,000 would significant results be due to change
Significant at .005 Only 5 times out of 1,000 would significant results be due to change
...... Significant at .0001 Only .1 times out of 1,000 would significant results be due to change

....

Interpretation: Several work life measures were similar for employees in both public and
private owned businesses. However, employees in publicly owned
businesses experienced greater organizational support, higher job
satisfaction, less family-to-job spillover and less pressure from demands
of the job.

Conclusions and Recommendations
The employee's ability to balance the demands of work life with those imposed by
home and family responsibilities is challenging. Since most women who have children,
most single women, and most men are in the labor force in Nebraska, the stressors
become more numerous and the juggling act becomes increasingly difficult.
Previously, studies of employees and employers of work/family issues have focused
on large businesses and corporations (Friedman, 1991) and not on small, rural businesses.
However, these changes in the workforce environment also have impacted small business
in rural areas. Since more and more families feel the need for two incomes and with more
than 80 percent of mothers of small children in the workforce, stressors, pressures and demands on the family have increased. It seems imperative that business -large and small,
public and private- will find it useful and economically sound to implement "familyfriendly" workplace policies.
The following is a summary of the findings of employee experiences, along with policy
recommendations for employers, as both face work demands within small, rural businesses.
1.
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Most employees were satisfied with their job and would choose it again. A majority of
workers were in good physical health, but felt a great deal of stress which could lead
to burnout. Most employees viewed their supervisors as supportive of both job and
work/ family issues, regardless of their gender and regardless of gender of employee.
Recommendation: Establish work policies that are supportive of occasional need for
"time out" to meet family demands. Provide on-the-job rewards, both financial and
non-financial recognition. Encourage healthful living practices, by having Cooperative Extension materials available regarding healthy eating, exercise and strengthening families.

2.

Some work experiences challenge employees' ability to meet the demands of work,
family and personal needs. Employees who had a supervisor without any family responsibilities at home (children, elderly parent, or disabled person) felt less supported and experienced greater difficulty in coping with work/ family demands.
Recommendation: Train supervisors to be sensitive to job or work/ family or personal needs. Or, hire supervisors who have some caregiving responsibilities at home.

3.

Employees with lower job autonomy had greater stress and more conflict in balancing the demands of work and family life.
Recommendation: Allow the greatest possible job autonomy and still meet job performance criteria. If that cannot happen, provide good supervisory support and offer
regular on-the-job training so employees feel they have more control over job responsibilities.

4.

Employees with poorer physical and mental health have greater physical and psychological stress symptoms than employees with better health.
Recommendation: Develop policies to be more "family-friendly." Provide greater job
autonomy and train supervisors in personal sensitivity as well as in management
practices. Offer stress management information and/ or workshops at the work site.
Allow employee to take personal leave if needed.
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Executive Summary
In Nebraska, more than 80 percent of women with children currently work outside
the horne, either full-time or part-time. As a result, greater numbers of employees, both
male and female, face the difficult task of balancing individual, work, and family
demands.
This study included 689 employees of 22 small rural Nebraska businesses (each with
less than 150 employees). Questionnaires were administered at each worksite by local
University of Nebraska Cooperative Extension educators during 1994. The survey questions initially were developed by the Families and Work Institute (Galinsky, Friedman &
Hernandez, 1991). The study examined experiences of employees in small rural business
and compared similarities and differences with employees in the larger urban workplace.

Demographics
Male
Female

28%
72%

Age 18-29 years
30-49 years
50+ years

19%
59%
22%

High School or less
Some College
College graduate or more

33%
33%
34%

Caregiving for Children
For Dependent Adult
Within Next 5 Years

60%
16%
25%

Single Income
Dual Income

Employment

20%
80%

Hourly Earnings Less than $7 per hour 50%
$7 through $15.99
43%
$16 or more
7%

Part-Tune
Full-Tune

Employer Size
Less than 50 Employees
50- 100 Employees
100- 150 Employees

33%
39%
28%

Business Type
Public
Private

30%
70%

32%
68%

Findings
• 82 percent of all employees indicated they were satisfied with their present job and
would take the same job again.
• Overall, employees were three times more likely to struggle with job to family
spillover (27 percent) than family to job spillover (9 percent).
• 86 percent of employees had some sort of family responsibility at home with 72 percent living with a spouse or partner, 58 percent responsible for children ages 18 and
under, 16 percent responsible for the care of a disabled adult or elderly parent.
• While at work, these family responsibilities affected job-related tasks: 59 percent
worried about children, 41 percent rearranged work hours, 35 percent worried
about elderly relative, 28 percent refused overtime, 27 percent were distracted and
their productivity was affected, 23 percent had problems with co-workers.
• Two-thirds of the employees believe their supervisors provided good support regarding work problems, while more than four-fifths of the employees believe supervisors accommodated them regarding personal and family matters.
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• Gender of supervisor made no difference in the amount of support either male or
female employees experienced. Also, employees who had a supervisor of the same
sex did not rate their supervisors any differently than employees who had supervisors of the opposite sex. Employees tend to feel slightly more comfortable bringing
up personal/ family issues with a female supervisor.
• Employees felt most supported Gob and personal/ family) by both male and female
supervisors who had family responsibilities. Employees felt least supported by
male supervisors who did not have family responsibilities.
• Employees who have worked less than one year at their place of employment
reported significantly higher levels of supervisor work support than individuals
who had worked one to over 20 years at their place of employment. Employees age
65 and older reported significantly higher level supervisor personal and family
support than employees between the ages 18 and 29 years.
• Employees with high levels of co-worker support have lower levels of burnout, less
stress, lower job-to-family spillover and especially family-to-job spillover, higher
levels of job satisfaction, and are more likely to take the same job again.
• Employees who work in a more positive work culture reported having more positive relationships with their supervisors, greater supervisor support, more positive
relationships with co-workers, greater satisfaction with their job and feel less
stressed, less burned out, and more likely to stay at their current job.
• Employees with heavier workloads tended to feel more stressed, struggle more
with burnout, feel overwhelmed, less satisfied with their jobs, cope less effectively
than other workers, and are less likely to take the same job again.
• Employees with high levels of job autonomy were less burned out, less stressed,
more satisfied with their job, and more likely to take the same job again.
• Nearly two-thirds of the employees responded they would go out of their way to
meet the needs of their employer if favorable work and family policies were implemented. Similarly, 53 percent reported they would be more likely to stay at their
job, while 39 percent of employees indicated they were indifferent to the idea of the
employers' accommodating work and family needs.
• 85 percent of the employees believed their health was excellent or good, with 40
percent indicating that occasionally, and nearly 20 percent indicating that seldom
do they experience minor health problems.
• 72 percent of the employees seemed pretty confident about their ability to handle
their personal problems. More than half (53 percent) felt in control of important
things in their lives, and 35 percent felt things were going their way One-third (35
percent) often felt nervous and stressed, 19 percent could not cope with all the
things they had to do, and 14 percent felt difficulties were piled too high to overcome.
• Employees in privately owned businesses were more likely to have higher job
stress spillover into family life and experienced greater job demands. At the same
time, employees in publicly operated businesses had significantly higher levels of
job autonomy, increased personal opportunity to advance, more positive work/
family culture at their employment setting and better health.
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Recommendations

The employee's ability to balance the demands of work life with those imposed by
home and family responsibilities is a daunting one. The following policy recommendations for employers are based on the findings of this study:
• Establish work policies that are supportive of occasional need for "time out" to
meet family demands. Provide on-the-job rewards, both financial and non-financial
recognition. Encourage healthful living practices.
• Train supervisors to be sensitive to job or work/ family or personal needs. Or, hire
supervisors who have some caregiving responsibilities at home.
• Allow the greatest possible job autonomy and still meet job performance criteria. If
that cannot happen, provide good supervisory support, offer regular, on-the-job
training so employees feel they have more control over job responsibilities.
• Develop more "family friendly" policies. Provide greater job autonomy and train
supervisors in personal sensitivity as well as in management practices. Offer stress
management information and/ or workshops at the work site. Allow employees to
take personal leave if needed.

Source: Lingren, H. G., Stevens, G. L. & Knight, R. Workplace Demands Among Small, Rural
/Business Employees in Nebraska. (1999). Lincoln, NE: University of Nebraska Cooperative
Extension.

Special thanks to Nebraska Cooperative Extension Educators Janet Fox, Connie Francis,
Janet Hanna, Deb Schroeder, Cindy Strasheim, Judy Weber, and Susan Williams; Jennifer
Benker and Shan Lin, Graduate Students at the University of Nebraska-Lincoln, for their
efforts on this project.
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What's Next?
Major trends of progressive companies:

• more use of programs such as alternative work arrangements, research and
referral, pretax set-asides and backup care
• advancement of women
• more child care centers
• redesign of the way work gets done- employees encouraged to bring their personal lives into their workplace with a redesign of work to reflect personal concerns of employees
• pay- compensation beyond just salaries, including matching employee contributions to a savings plan, profit sharing
• opportunities to advance- women in management
• flexibility- working from home, flextime, compressed workweeks
• other family-friendly benefits -long paid maternity leaves for mothers and
fathers, subsidized public schools, insurance coverage for organ transplants,
life/ cycle programs providing cash to employees for such events as buying a
first home or continuing their education
Moskowitz, M. "Twelfth Annual Survey: The 100 Best Companies to Work for in America." Working Mother. October,1997. 18-96.

The Bottom Line ...

First Tennessee Bank found that business units run by managers who ranked highest
in the work and family area had a 7 percent higher customer retention rate than other
managers, amounting to millions of dollars. Supervisors were training to focus on
employees' performance and results rather than the number of hours spent on the premises. Employees at all levels were encouraged to work schedules other than the traditional and to develop what worked best for the particular job -account processing
demands longer shifts at the beginning of the month and could allow a day off during the
slower part of the month. Employees with supportive bosses stayed with the bank 50 percent longer and the bank saved more than $1 million in turnover costs over the last three
years.
Martinez, M.N. "The Proofls In The Profits." Working Mother. May, 1997. 27-30.

Looking Ahead

Key Trends in Benefits from Hewitt Associates survey of 509 companies nationwide:
• More than half the surveyed employees plan to offer alternative work arrangements, such as job sharing and flex time by year 2000.
• More than one in three will offer a paid time-off program, letting workers combine
their vacation and sick days, and trade them like a commodity.
• One in four companies plans to add long-term care insurance for the elderly, and a
growing number of employers are offering group auto insurance, financial planning services, and group homeowner insurance policies.
• A new position of "work-force vitality" with company changes including three
weeks of paid vacation after five years of service: revoking the ban on personal
radios and tape recorders; opening a convenience store on the premises
• Flex credits to let employees choose where to allocate their benefit dollars.
Schurman, M. "Many Companies Perk Up Benefits to Retain Employees." Sunday World Herald.
January 4, 1998. Page 13-G.
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